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Abstract 
The talented & meritorious human capital is the source of competitive advantage and is of great importance that on the basis of it 
the performance of employees is assessed. The aim of this study was to provide the applicable model of performance 
management with competencies oriented in Entekhab Industrial Group. The population of the study was a group of 550 of 
industrial employees. Simple random sampling was used and the sample size was estimated 230 people using Morgan table. 
Based on the literature and research in this area, key indicators of performance evaluation in terms of staff competencies, namely 
knowledge, skill, attitude and working style and the working results were identified. Using the experts’ opinion, a researcher-
made questionnaire was developed as the instrument for data collection and the data were analyzed by SPSS. The results of the 
analysis indicated that all the research objectives were supported. As observed, among the dimensions of competency-based 
performance management, working results(outcomes) and the staff knowledge had the highest and the lowest mean in the 
Entekhab Industrial Group, respectively. 
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1. Introduction 
Survival of any organization is of the main pillars of its existence philosophy. If an organization chooses the path 
of growth and excellence, then it needs to evaluate its performance. If an organization's efficiency, effectiveness, 
productivity and other factors affecting performance are low, the output of the organization is not desirable and will 
not create the value-added; and the organization will eventually fail. A contributing factor in the path of excellence 
can be defining and monitoring key indicators of performance. Thus, it can be said that the defining and monitoring 
the key performance indicators such as efficiency, effectiveness, productivity, profitability and income rate is a very 
important issue. Looking more closely, the human capital in each organization is the key to growth and 
excellence. It’s the employees who should have competencies to fulfill these criteria. 
What are the competencies? What are the dimensions? What capabilities the employees need to have to improve 
performance and achieve organization goals? With regard to the issues that were raised and the analysis done, it can 
be noted that the performance management system can play an important role in an organization. The concerns that 
were raised and the challenges that will be mentioned, have led to this research topic. Some of these challenges due 
to the lack of performance management systems in organizations are: 
 - The organizational positions are not handed to the right people in the organization (lack of meritocracy). 
 - Motivation management has lost importance and employees solely do their everyday tasks. 
 - The concept of organizational commitment has lost value and innovation declines. 
 - Evaluation of the performance of the organization is done with the aim of adjusting and firing. 
 - Education, quality improvement and staff development loses meaning. 
 - Career planning will not be conducted in the organization and promotion or job rotation is done traditionally 
and with managers’ personal preferences. 
 – There is no model and scale for evaluating the performance of the staff. 
 – Services compensation management and payment system has no appropriate criterion. 
Attention to the challenges intensifies the need for performance management. According to the statement of the 
problem and the challenges posed, what model can solve these challenges? What are the key components and the 
underlying index of this pattern? To solve these challenges, a model will be offered in which the key components 
and key indicators can be defined and formulated. In fact, the performance management can be an effective practice 
when related competencies are well-defined. One of the appropriate methods to determine these indicators in 
different aspects is using competencies indicator which leads to the formation of performance management based on 
competencies. Therefore, in this study, four aspects of competency in the areas of knowledge, skill, attitude and 
working style and working results were examined and evaluation of performance indicators is defined in each 
dimension. 
2. Theoretical literature  
In the literature, there are many definitions of competency. Sancher (in Chiang et al., 2006) defines competencies 
as a set of related knowledge, characteristics, attitudes and skills that affect many people’s job. Competencies have 
correlation with individuals’ performance. They can be evaluated using acceptable standards and be improved 
through training and development. According to the definition provided by the ISPI, the set of knowledge, skills and 
attitudes that enable people to effectively do activities or job performance based on standards expected are called 
competencies (Dianati, & Erfani, 2009). 
Competence is one of those personal features that enables an individual to successfully perform the tasks they are 
assigned. Each competency is a combination of knowledge, skills, attitudes, or abilities (Mashhoodi, 2010). A 
person's ability to perform a job was called competency, but with time and research competence was referred to 
other concepts. Competence to perform a task is far beyond the capability of doing it. Competency is a term widely 
used, but has different meanings to different people. Competencies include the knowledge, skills, practices and 
behaviors that are causally associated with better job performance. So it can be concluded that with solely project 
management knowledge, a person is not made competent. They should also know how to use that knowledge and 
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how to deal with human resources, social and behavioral issues. Most definitions of competency include all these 
dimensions, and the only major difference is in the definition used. According to Dr. Lane Crawford, the most 
appropriate answer to the question: what is required to do a job, career or role appropriately is 
competency. Competency-based performance is defined as what people expected to do in their role as well as the 
knowledge and understanding required to carry out the work (Bayati, & AssadiQarabaghi, 2005). 
Performance management needs to be incorporated into all aspects of the organization. It should not be seen as a 
one-off event but rather as a continuous process that allows people the freedom to develop in line with the 
organization's goals (Bloisi, 2007).  
Knowledge, skill and attitude are the importance dimensions of competency which affect together and cause the 
person can do the tasks well, also the organizational performance is improved (Khorasani, & Eidi, 2010). 
Crawford competency model, Brophy and Kiely competency model, situational model of establishing 
competency-based management in organizations, Unido competency model are some kinds of competency models 
(JavanJafari, & SoltanAbadi, 2012).The other competency models namely: Idromanagerial competency model, The 
competency model of future managers in Saipa group, The competency model of future managers in Wagonpars 
company (Abolalaee, & Ghaffari, 2007).  
This study examines competency-based performance management, including four competencies which are 
knowledge, skill, attitude and working style , working results; moreover, design the competency model for these 
dimensions. 
3. Research Objectives 
The main objective of the study: to provide a performance management model based on staff competency  
Secondary objectives of the study: 
x Determining key indicators to evaluate performance in the knowledge. 
x Determining key indicators to evaluate performance in the skill. 
x Determining key indicators to evaluate performance in the attitude and working style. 
x Determining key indicators to evaluate performance in the working results (Outcomes). 
4. Methods  
The method of this study is survey - descriptive. The population of the study was a group of 550 of industrial 
employees in Entekhab Industrial Group. Simple random sampling was used and the sample size was estimated 230 
people using Morgan table. Based on the literature and research in this area, key indicators of performance 
evaluation in terms of staff competencies, namely knowledge, skill, attitude and working style and the working 
results were identified. Using the experts’ opinion, a researcher-made questionnaire consisted of 45 items was 
developed as the instrument for data collection and the data were analyzed by SPSS. The reliability of the study was 
surveyed and calculated the Cronbach’s alpha by using SPSS software package, yielding 0.94.According to the 
research objectives, the collected data were analyzed using SPSS, respectively. 
5. Findings  
Descriptive Findings  
In this section, we describe the demographics of the variables including gender, education, position, age, and 
work experience as shown in table 1. For each item, statistics such as frequency, percentage and aggregate 
percentage are analyzed.  
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Table 1. Participants profile. 
Sex: Age:
Male 84.3 20-30  24.3 
Female 15.7 30-40  59.1 
Education:   40-50  14.2 
Diploma 5.7 50-60  1.7 
Bachelor’s 62.6 60-70  0.4 
Master’s 30.4 Position:
Ph.D. 1.3 Senior Manager 13 
Diploma 5.7 Middle Manager 15.7 
Experience:  Supervisor 9.6 
Under 10 years 62.8 Technician 61.7 
10-20 years 31.3 
20-30 years 5.1 
30-40 years 0.4 
40-50 years 0.4 
According to table 1, 194 individuals in the sample of 230, were males. Only 36 individuals, i.e. 15.7 percent of 
the sample was comprised of female employees. 13 individuals held high school diplomas. The largest segment were 
employees with bachelor’s degrees: 144 or 62.6 percent. 70 individuals i.e. 30.4 percent of the 230 participants held 
master’s degrees while only 3 employees were Ph.Ds.30 individuals in the sample were senior managers comprising 
13 percent of the sample. Middle managers and supervisors constitute 15.7 and 9.6 percent of the sample, 
respectively. Technicians form the largest group of the individuals in the sample with 142 participants or 61.7 
percent.56 individuals were as young as 30 years old. However, the majority of the participants were between the 
ages of 30 to 40. 33 individuals i.e. 14.2 percent were 40 to 50 years of age. The oldest groups were 50 to 60 and 60 
to 70 years old with only 4 and 1 individuals, respectively.144 individuals i.e. 62.8 percent of the individuals had 
worked in the industrial group for less than 10 years. 72 participants or 31.3 percent of the individuals had up to 20 
years of experience. Twelve individuals had worked for over twenty years. Interestingly, one participant exceeded 
thirty years of experience.  
Variable Means and Cronbach’s Alphas
In this section we consider variable means and Cronbach’s Alphas as shown in Table 2. 
Table 2. Variable means and Cronbach’s Alphas. 
Variables Mean S.D. Cronbach’s Alpha 
Knowledge 3.81 0.58 0.87 
Skill 3.90 0.48 0.85 
Attitude and Working Style 4.03 0.48 0.83 
Working Results (Outcomes) 4.04 0.50 0.86 
Organizational Performance 3.44 0.71 0.87 
As shown in Table 2, employee knowledge has a mean of 3.81 in Entekhab Industrial Group. Similarly, the mean 
for employee skills is 3.90. Attitudes and Working Styles and Outcomes are 4.03 and 4.04, respectively. Finally, 
average organizational performance equals 3.44. Also, the Cronbach’s alpha is calculated for each variable.  
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One-sample T-test 
In this test, the hypothesis for the mean of the population expressed on a Likert scale of one to five is evaluated. 
The test is used to determine the level of factors. If Sig. is smaller than 0.05, then H0 is not supported. Table 3 shows 
the variable means over the entire population. In H0, the mean for each factor is obtained from three factors. 
However, this is not true for H1.  
Table 3. One-sample T-test results for variable means. 
Test Value = 3Variables 
Mean TMean difference 95% Confidence 
Lower Upper 
3.81 21.07 0.81 0.73 0.88 Knowledge
3.90 28.4 0.90 0.84 0.97 Skill
4.03 32.17 1.03 0.97 1.10 Attitude and Working Style 
4.04 31.48 1.04 0.98 1.11 Working Results (Outcomes) 
3.44 9.38 0.44 0.35 0.53 Organizational Performance 
x Since Sig. is smaller than 0.05, and considering the 0.95 confidence interval, it can be concluded that 
knowledge has an acceptable mean in Entekhab Industrial Group.  
x Since Sig. is smaller than 0.05, and considering the 0.95 confidence interval, it can be concluded that skill 
has an acceptable mean in Entekhab Industrial Group.  
x Since Sig. is smaller than 0.05, and considering the 0.95 confidence interval, it can be concluded that 
attitude and working style has an acceptable mean in Entekhab Industrial Group.  
x Since Sig. is smaller than 0.05, and considering the 0.95 confidence interval, it can be concluded that 
outcomes has an acceptable mean in Entekhab Industrial Group.  
x Since Sig. is smaller than 0.05, and considering the 0.95 confidence interval, it can be concluded that 
organizational performance has an acceptable mean in Entekhab Industrial Group.  
Model of performance management based on competencies 
The model of performance management based on competencies in Entekhab Industrial Group can be summarized 
in figure 1. 
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building. 
x Attitude and working style  
Result tendency, Challenging and investigating tendency, Make an effort, Development tendency, training and 
transfer the knowledge, Servicing tendency, Assertiveness, Feeling control, Flexibility and change, Self control.  
x Working results(Outcomes) 
Result oriented, Planning, Doing quickly, Centralization, Reporting, Quality, Align the tasks to mission and vision, 
Goal attainment, controlling the goal attainment, Monitoring and measurement of process. 
According to the model, the following recommendations are provided: 
x Organizing in-service training programs to improve knowledge and skills among employees and evaluating 
performance after the completion of the program.  
x Forming teams and workgroups to improve team working skills among employees; replacing official 
hierarchies with self-organizing teams.  
x Using brainstorming to solve organizational problems and promote creative thinking.  
x Providing individuals in the organization with an understanding of how the organization is performing.  
x Improving knowledge and skills among employees at all levels and creating an atmosphere that fosters 
learning and growth.  
x Increasing self-esteem among employees and giving individuals the audacity to take on new roles.  
x Helping employees become more interconnected by turning the organization into a better environment.  
x Helping employees make better and more effective decisions by sharing information.  
x Establishing succession planning to improve employee-manager relationships and increase efficacy.  
x Changing attitudes from necessity to option.
x Creating an environment where conflicts are resolved to remove tensions and psychological pressures.  
x Improving efficiency and work quality by creating better job descriptions and clarifying organizational 
policies.  
x Heightening sense of responsibility to serve and learn.  
x Managers should empower their employees to have better relationships and gain better skills.  
x In order to increase capabilities, managers need to make their employees believe that they are responsible 
for both execution and optimization.  
x Managers need to promote occupational growth and help employees carry out their tasks.  
x Using a collaborative system, managers can increase volunteering among employees so that they can share 
their opinions, innovations, and thoughts.  
6. Summary and Conclusion 
This research aims to provide a performance management model based on staff competency in Entekhab 
Industrial Group. The model was proposed using literature in the field of performance management and staff 
competencies and the relationship between these variables were presented. Thus, studies from previous years to date 
were examined in this regard. According to the results, the average of employees knowledge in Entekhab Industrial 
Group was 3.81, staff skills was 3.90, attitude and work style 4.03, and work results 4.04 in Entekhab Industrial 
Group. As observed, among the dimensions of competency-based performance management, working results 
(outcomes) in the Entekhab Industrial Group had the highest mean, 4.04, and staff knowledge had the lowest, 3.81, 
in Entekhab Industrial Group. According to the independent one-sample t-test, since all the variables significance is 
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0.00, less than 0.05, all variables’ averages in Entekhab Industrial Group are at an acceptable level. 
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